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Mr. Chairman, ' g : ¢

. 1 appreciate this opportunity to appear before the
. J

Subcommittee on Civil and Constitutional Rights to\tesn;fy

; on the Equal Employment Opportunity (E:20) Program of the i

S <1 L %
Department of Justice. With~me -are Rcbert S. Smith,

z

~ -
Director, Personnel and Training Staff, J. Dennis.Scrivens,

Chief, EEO Group and Broqéon Clayton, Legislative Assistant, *:

..Office of.Management and Finance. : -

L
.

4 ©
I think that the best way to présent the Department

o0f Justice's EEO Program is by describing the development of

E
L4

our present program, the problems we have solved along the \ :
way, the obstacles which remain and the actions we are taking
to achieve equal opportunity in employmeﬁt throughout the

Department. , — ]

BACKGROUND

e -
N — ~
AR N

Our current EEO Program was established by an order of
5 the Attorney General dated July 17, 1969. The basic §tructure'
of .the EEO Program ;s roflegted in Title 28 of the Code of . ;:;’?
Federal éecﬁlaﬁions, pPart 42A. Part 427 delegates to the
Assistant At*orney fGeneral for Administration the responsi-

bilitv to publish,.lmploment ané¢ administer programs to guidg

l posi1tive EEO actions toward the climination of the causes of -

diserimination and to establish procedures for processing . -

Coomplaints of discrimination. Part 42A also deleqates to the

~
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_boards and divisions of the Department. We also pfoposed

-2 -

Assistant Attorney General for Civil Rights the responsibility

"for -appointing a ‘Complaint Adiggication Officer to render

final decisions for the Department on employee and applicant

A

complaints of discrimination because of race, color, religion,

sex, national origin or age. ! . "

Eardier, the Department's EEO Program had been assigned

to thé Deputy Attorney General's office. 1In November of 1968,
the Assistant Attorney General for Administration began:the

-

development'of a responsive program by recrgiting a full-time
EEO SpeClallSt a551gned to the Department's Personnel and
Training Staff. Throughout the fall of 1968 and the first

half of 1969 we secured EEO Program support in each of our
major subordinate organizatiéns, inciuding the designation

“

of part-time EEO officials to serve the bureaus, officgé,

Department EEC Program regulations to bring the Department

into compliance with pertinent Executive Orders and U.S.

»

- 3
Civil Service Commission regulations. ‘ p

As a result, the Department's first EEO regulations were

published on the same date that the Attorney General formglly

established the current program -- July 17, 1969. The

regulations brought further definition to the primary deleda-
tions of authority found in the Code of Federal, Regulations
and guided the commitment of resources on the part of cur

major subordinate Jotivities to the EEO Progrem. The o

¢ 4
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regulations also provided detailed procedures for processing

-
P 5

discrimination complaints. .o 0
TMPLEMENTATION ’ -
R ) Among the @ery flrst steps that we took "to implement

the EEO Program was the development of the Department s flrst
LN ‘ ‘

EEO Afflrmatlve Action Plan. ‘The plan was adopted im October

- of 1969 and estab11Qhed afflrmatlve EEO act.ion objectives for

calendar year 1970 A key objective 1n our first plan was
’ ' the requlrement of a reliable system for 'eportlng mlnorlty
employment< The Department' é current automated personnel data
system 1s the result of several ctages of development and pro-

vides information on minority and female employment and other

data.

a. ! .
The additional data opened our eyes :O the great distance
< we would have to go to fulfill tae objectives we were
| establishinq for equal opportunity for'minoritres'and women .
For,example,‘éhployment data for the total Department of
Just;be as of the end{of 196§ showed that minorities accounted
fqr 3,850 or 10.8 percent of’the\total work force of 35,582.
- Femalc embloyecs number 11,939 or‘3§.6 percent of the total.
For tﬁé most part, both female and hinority’employees were

clustered in the lower qradeAfkvels and in.the less prestigi-

ous occupations. . : . .
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' The Department S Afflrmat1Ve Actlon Plan for 1970
and for each succeed%gg year has been developed to resolve -

problems surrounding employment of women, Blacks, Hispanics,g
. ; f - . 2.
- .

Native Americans and Asian Americans. The mahagement pro-

-

gram areas covergd in our plans include.organization,
, * - A
allocation of resources, recruitment, promotion, upward

mobility, training, activi%ies with minority communities,

N

s

program comminications, awards, program evaluation and dis-

L o .

crimination complaints, o

A continuing elementc

in our annual Affirmative Action

Plans has been the effort
mfnorities into the major

effort has *focused on .six

to more fully integrate women and
occupations of the Department. This

S .
occupations which‘historically

account for 40 to 45 percent of our total work force and

’

<
~, which have provided the basic training grounds for many of

-

-~ -

_ouw top executives. The six "key" occupations are: Attorneys,

Criminal Investigators,\Correctional Officers, Deputy U.S.

-~

A

Marshals, Border Patrol Agents, and Immigration Inspectors.

The first study of the six key occupations conducted with

&

the dﬁtomatea data system; as of November 1979,

showed that -
minorities compriséd approximately 4.6 percent, while women

-

represented 1.5 percent of the 18,473 employees in these - .

occupations.
3 o

As a result of actions taken undexr our annual plans, some

major breakthroughs have been achieved to incorporate women

A




v

. and m1nor1t1es more fully, into the six key ogcupatlonsf

~As of today, the Department has more than doubled sthe m1nor1ty
and temale employment in the six key occupations to 10.3 percent‘
and, 4.4 pereent respeotively " In additiqn, there are 5"552

_ persons employed by the Department at levers 'GS- 9 through |
GS-18 in“other than the six key occupations. 1, 146 or 20. 3

per¢ent of this grouplng are women and 627 or 11 3 percent ’

are minorities. Flnally, in terms of the Department s total ”

)

empfoyment of 52,078, about 33‘percent are women and 18 percent

)
*

. ,are.minorities.

2

. During the five years since.November of 1970, women Have .,
< * " * §

4 .
] . : 3 o
been’ integrated into all of our law enforcement occupations

including Criminal Investigators, Border Patrol Agente and

<« . ] “,. ~
Deputy U.S. Marshals. Placemgnt. of women in these positions
L

is both tn~ result of changes in U.S. Civil Service Commission
regulations regarding employment of wom%n in positions re-
- " quiring. the bearing of firearms and of the Department's -

affirmative recruitment efforts.

o,

In 1975, the Immigration and Naturalization Service,

working with the U.S. Civil Service Commission, racognized >
- - ‘ - ’ -
, that ability in the Spanish language was a job-related factor

for the Border Patrol Agent occupation. Accordingly, five

‘additional score points were given to Border Patrol Agent

applicants who demonstrated this ability.




Action Plans t&:

* Many of the problems indentified in the studies

i

s
. . . - : ’ . . i
mentionéd above, as well as the Attorney General's commitmenti,h_

v N . A
» N ~ -

Lo improve in specific areas, are reflected in his memorandum

¥

tér all employees on EEO in- the Department of Justice dated °

April 18, 1975, a copy of which is -attached to this téstimony.

In addition to the etride% which have been made 4in

recruitment and placement, we continue through* our Affiimative

. . . W
© -- Develop and provide specific EEO training for super-

L

[~}

. visbrs,' special emphasis ‘coordinators, EEO counselors

and investigators and volunteer representatives.
.

-- PactiCipate and éxhibit at job fairs,:seminars and

- .

convent ons of national civil rights and’ community .

. action or-wanizations. Our participation is intended
. : i
. to inform various communities of tlte missions and
- .

employment nevds of the Department and-its major ctom-

. ponent aCthltle. The organizations have included

< »

the League of Uni\ed Latin American Citizens (LULAC&
the National Assoc'ation for the Advancemént of Colored

People (NAACP); the Federal Employed Women (FEW); the.

4

Ameyr ican G. I. Forum; the National Urban Leadue; the

P 2

. National Federation of Business and Professional Vomen's

Clubs, Inc.; the JapaneSt Ameri¢an Citizens Ledgue (JACL):
» .

Incorporated Mexican American Government Employees (IMAGE);

\

the National Congress of American Indians; the National

»
r :
~

[

2




RE“OJRCES ALLOCATED TO.  EEO PROGRAM

L A\

-

. ~ Association -of Blacks in Criminal Justice (NABCJ) andi

‘

the People Unlted to Save Humanlty (PUSH) . L
- Dlssemlnate program 1nformatlon through 'our newslettels
Women in,Just1¢e'and’Equal Tlmes. We have also developed

~ %

the recruitment brochures Jobs in Justice in English and

Spanish whlch have been d1str1buted at all ClVll nghts
conferences attended by~ the Department of Justice durlng

the.past.two years. : o : 2N

~- Support the Department s spec1al emphas1s programs

for our womeﬁ Hlspanlc, and Black employees and appll—
= Lo

cants. t ..

»

Before describing the act1t1v1es of our spec1al emphas1s
programs, let me, outline the evolutlon of our EEO‘Program 1n
terms of resources from 1ts -meager beginning of one full-time
EEO Spec1allst 1n 1968 to the vigorous program of nearly 1, 400

&

full and part—time pergons we have today. . v

Beglnnlng with part-time EEO assistants in each major

subordlnate act1v1ty and one full- t1me EEO Spec1allst at the

.Department level, we added and trained a handful of EEO

) N LY
counselors and investigators. Today there are more than 480

EEO counselors and investigators serving our employees

throughout the nation. Six of the investigators are full- tlmé
Bureau EEO offices were established: and the part-time EEO

of ficers were raised to, full-time. Today there are seven

.

. .




full-time'EEO officers at the'Department and bureau head-’

. ﬂ

quarters supported by six full time clerks, ‘six full- t1me
.. -

. and §25 part tlme'EEO coordlhators located prlmarlly in the

¥

fleld There afe dlso nearly 340 employees serV1ng part-

-

time under the Volunteer Representatlves Program to ass1st

our employees and appllcants who are pursulng allegatlons of

. d1scr1m1natlon agalnst the Department Flnally, there are

11 full—tlmg and 275 part-time coordinators at headquarters

and in the freld for our special emphasls programs for women, '
P

Hlspanlcs, and Blaoks These spe01al emphas1s programs 1n—

>

clude the Federal Women's Program, the Spanlsh—Speaklng Program .
. . ¢ ¢

-~

and recently, fhe Black Affairs Program as well as a program
for the handlcapped ) ’

. a

_SPECIAL EMPHASIS PROGRAMS ' : ‘

2 . v

The Department s Federdl Women's Program (FWP) con51sts

LI

‘of coordlnators for Department and Bureau headquarters and
fleld activities and is organlzed to focus on .special employ-

ment concerns of our female empldyees and appllcants. Under- -

P
the leadershlp of the Department s FWP '‘coordinator and the

Chalrperson of the FWP Commlttee, a post whlcﬁ has been held-

*

by a top executlve, the FWP has developed the Volunteer

(Pepresentatlve Program, whlch I have mentloned The PWP has

also developed two expositions -- the Women s Fair 1974 and
Women's EXPO '75, as well as-a variety of other programs to

~y

assist women. Both of the,expo§itions presented by the FWP '




'x -t * '
were so successful that ‘the concept has been expanded and

T will be presented as EXPO '76 for all’ employees highllghting

13 . the contribution of all minorities and the handicapped as
., t

- wellwas women. . 4. ’ wﬁh SR
. i

.
~

-

. The Department s Spanish Speaking Program , (SSP) is also

N ’ ; 4

i‘ Organized under the Department and- Bureau headquarters and . L.
field coordinators ;; well as a senior'offiCial who is |
appOinted to, serye as Chairperson of.the SSP'Committee The ) .
Spanish- Speaking Program has. contributed to our o;erall«EEO a

. - .u 2 ’

s’ ‘e ‘effort tq recruit minority attorneys through their study of .

-

¢ - Hispanic partﬂcipation in the“Department s l975 Honaﬁ

*

Graduate Pfogram ‘In addition, SSP coordinators have led
: our recruiters into various Hispanic cOmmunities. The increases
\ . K ‘
b we show.in employment of Hispanics and the improved under— "t

Al

standing of the Department and its mission Within the

~ [

Hispanic community are among the "primary res§lts of the R

o
, .

leadership prov1ded by the SSP, COOrdinators

- ™

‘The most receht special emphasis program is the Black
,hffairs Program (BAP). While the Black Affairs- Program has

Y , "

. been in'eXistence less than one Yyear, it has already been

S instrumental.an assisting séveral traditionally black colleges

and univers1ties in securing grants from the Law Enforcement

1%
. Ass1stance Administration (LEAA) for developing criminal

« - -

justice curricula - LV

additionally, the Department particzpates in the selective

B e placement pmogram for.handicapped indiViduals and disabled
LRIC i1

. .
" . v . v o <, R
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i . .
veterans. Redently, the program was reorganized and

*

[

. Ce . , .
placed within tMe EEQ,.office to giveg it the status and thrust

-~

of the other specjial embhasis programs.

All of the organmization and resource inpovations which

e

. . . . . N -
I'have just discussed are reflected in Part ‘A of the Depart-

ment's*Affirmatiye«Aétion“blan for EEO for°l976‘whigh has A
. . » * ? >
already been provided. The information’ is also provided in

the organlzatlon chart which 1is attached to thls statement
3

Rl

EMPLOYMENT IN KEY OCGUPATIONS - i

-
i

The mgst obvious test applied to each of the changes

we make is the ndmber of women and minoritiess=we appoint, .and

employ Because or the 1mpoftance of the six key occupatlons

3

to .our overall mission and because of the large number of

.

opportunltles whlch exist in these occupatlons, I w111 con-

”

tinue to use‘themvas my example. This does not‘mean that

: I . < _Q .
any other occupation within the Department 1s being neglected

in teqnsof equal opportunity. it does mean that.fully

integrating the six key occupations is critical td the success

’
s

5

of our EEO cpmmitment. '

The data ih &ables 1, 2, and 3 as of March 31, 1976j ,

- and the follOW1ng dlscu551ons p01nt~out some of the problems
whlch remaln to be(resolved in relation to each of the six

occupatlons and some of the plans we have to overcome the

.problems. v
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Attorneys ’ , <

As Table 1 1nd1cates, there dre nearly 3, 500 attorneys,

1nclud1ng 1,675 in the offlces, boards and d1v1s1ons, 1, 582

in the'Offices of the U.S. Attorneys; 205-in the Immigration

N s
and Naturalizatiof Service;; and 49 in various legal counsel
positions in other bureaus of the Department. Of these:-

3,500 attorneys, ‘128 or 3.6 percent‘dre minorities and 355

or 9.5 percent are female, including 29 minoxity womeéen.

. : \
The best information wé have available from the AMmerican

. . % -
Bar Association indicates that out of a total of approximately

30,000 graduating students the number of minority'third—yeEr

1aw students in approved law schools is 2,165.0or 7.2 percent

as of the 1974-1975 term. Of the spring 1975 law graduates, -

>~

women totaled 4, 546 of 15.2 percent of alL“graduates. - The

total number of mlnorlty and female attorneys recrulted

through the 1976 Honor Graduate Program was encouraglng From

a total of 132 who.accepted offers, 20 or 15.2 percent were-

rd

'mlnorltles and’42 or 30.9 percent were women. This 1°ve1 of
representatlon by women and minorities must and will continue.-

Boxrder Patrol Agents <«

N

" Tne Immlgratlon and Vaturalizétion Service employs 1,912
Border Patrql Agents, of whom 11 or 0.6 percent are women,

1nclud1nq 4 nfinority women. 297 or - -15.5 percent of the Border

*

Patrol Agents are minorities, including 278 Hispanics, 10

NA

Native Americans, 7 Blacks and 2 Asian Americans.

, ’ 13 ‘
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Due to the changes previousiy mentioned, in the Borcer
Patrol Agent examinatioh, ﬁr&éress has been mgde.in the
employment of Hispaniés in Border Patrol Agent positions.
While the select%on of womern as Border Patrol Agents began
in April of 1975 and‘accounts for the relatively low number,
“data reveal the Service has‘neQer.employed a sufficient ‘
number—;f Blacks, Native Americans, or Asian Americans as
Border Patrol RAgents. TheJService has been made. aware Of

the deficiencies and is committed to correcting them.

Correctional Officers

-

The Bureau of Prisons employs 3,949 Co;réctional Officers,
of whom 286 or 7.2 pé;cent ar; women including 95 minority
.women. 776 or 19.6 percent of the Correctional Officers are

3 . ‘ . .
minorities. The minority breakdown includes 564 Blacks, 192
ﬁispanics incluéing 8 women; 16 Native Americans and 4 Asian
Americans.

The Director of the Bureau of Prisons set a long range
goal whi%h was, "the filling of at least l/é of all vacancies
of minority émployeeé in order to achieve a level of 33 percent
minority employment by 1977. °'[Tlhis gcal is cripicaliy im-

portant in terms of having employees on our staffi who can

successfully relate to the inmates . . . " mpe Bureau's

_efforts to meet their own goal account for the success shown

in- Table 1. More recently, the Director of the Bureau of

Prisons has made the commitment to integrate women into all

w

occupations and institutions of the Bureau by 1978.

o1
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The Bureau of Prisons has raised its eﬁployment of C N
S minof&ties from 8.4 percent in November of 1971 to 16.7

, ’ percent “in March,1976: During the same period employment

of minority Correctional Officers rose from 8.8 perceqt to -

B , 20.0 percent. However, additional attention will be given ~

- - - - < - - -
to recruitment of Hispanics, Native Amerilcans and Asian
., . - - : - :“ - -

Americans for Correctional Officer posmﬁlonsﬁ

- Crlm;nal Investlgators

Federal Bureau of Investigation (FBI)

The FBI employs 8,505 Special Agents, of whom 47 are R
women, including 3 minority women. Also, there are

109 Blacks, 122 Hispanics, 22 Asian Americans and 17
, ’ ‘ 2
Lo . Native Bmericans or a total of 270 minority Special
s,

Agents in the FBI. That is 3.2 percent of the,totalf,

which is significantly less than the minorities .and

ve women in the labor force. 1In response to a recent

congressional inquiry regarding minority recruitment,
the- Bureau s reply, whlch subsequently has been amended
_ to include all of 1975, pointed out that durlng the
past four years, 1972 to 1975, the BureaP recrulged
1,417 Special Agent trainees of whom 170 or 12 percent
were minorities and/éf women. Althouéh‘complete
figures for 1976 are not yet available, 304 Special :

Agents have entered on'duty, of whom 37 or 15.5 percent

were minorities and/or women. - 4 .

Q . -,

15
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Immigration and Naturalization Service (INS)

INS employs 902 Criminal Investigators of ‘'whom 16

or 1.8 percent are women, including 1 minority woman.
2 .

Of the 75 or 8.3 percent minority Criminal Investiga-

- tors, 41 or 4.5 percent are Hispanic; 32 or 3.5 percent

are Black; and 2 or .02 percent’are Asian Americans.

’INS employment data reveal women and minorities are

under—represented when compared w1th respectie work
force populatlons and the Federal ‘work force. Steps
are being taken to improve the situation through

recruitment.

Drug Enforcement Administration (DEA) >

DEA the Federal‘ﬂrug law enforcement agency, employs

2 24] Criminal and Compxlance Investlgators, of whom

66 or 2.9 percent, are womeP, includlng 16 minority

, womem. There are 164 Hispanicé; 146 Blacks; 28 Asian -
Americans,'and 8 Native Americans. In summary;'346
or 1§.4’percent of the Crimina} Investigators in DEA

are minorities. DEA has established minority and -

female recruitment, goals and cooperative work-study
‘7

program with higher educatilon institutions with signi-

X
»

ficant minori%y student enrollments. fThe innovations

they*have'made will continue to show progress. !

Immigration Inspectors

INS employs 1, 699 Immlgratlon Inspectors, of whom 273

or 16.1 oerCent ‘are women, mncludlnq 91 mlnorltv women.

~
.16 g

¢
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There are 160 Hispanics, 73 Blacks, 7 Native Americans .

and 30 Asian Americans, or a total of 270 minorities

or 15.9 percent of the total fmmigration Inspector

-

labor force. ' . ) .

&

The traditional record of-achievement in this oéccupation

-
o~

will continlie to improve.

Deputy’U.S. narshals‘

The ?.3. Marshals Service employs 1,685 Deputy U.S.
Marshals, of whom 42 or 255 percent are women, including’
1i¢minority women. There are 270 Black, 64 Hispanic, . ' oo
4 Asian American and 4 Native American Dep&ty U.s. ’

. \ Marshals. The total number of minority Deputy U. S

-

Marshals is 342 or 20.3 percent.

SUMMARY - .

- \

Throughout my statement I have stressed the evolution "

\ and growth of the strong, vdgorous Equal Employment Opportunity
which the Department of Justice now has. I have demonstrated
how, in a period of rapid growth experienced by the Department

over the past seven years, minority emplovment has increased -

-

at an even greater rate. I have described some of the

f.a
'-affirmative actions that have been taken to integrate women

’

and minorities into the mainstream of the profess10nal develop-
ment. Finally, on behalf of the Deparmtent of Justice, I wish

to assure this Subcommittee and the Congiress that our efforts,
' - ' ) o

to realize the obje¢tive of equal opportunity in employment

t ¥ . -

17
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t
for women, Blacks, Hispanics, Native Americans, Asian
Americans and other. Americans will not diminish mow or in
\ * ¢ ot v i LY . ’ " )
the future. This concludes my prepared text. I will ‘bes
happy to-respond to any ques’ions the Committee might wish
to ask. ’ ) ' ~ o T
‘ i 1
o -
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